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JThe purpose of this field experience was to examine the 
formal evaluation process of superintendents from the 
perspective of superintendents and school board presidents. 
A survey of 72 public school district superintendents and 
board presidents in six counties in Southern Illinois was 
conducted. ~Those surveyed were asked to respond to questions 
concerning the evaluation instrument itself, the frequency 
and purpose of the evaluation, and criteria used to evaluate 
the superintendent. 
~In addition, a review of current literature associated 
with superintendent evaluations was presented. Included in 
the review were articles related to the importance of a good 
evaluation procedure to both the superintendent and board of 
education. 
An analysis of the survey results indicated that most 
schools have a formal evaluation process which is conducted 
once per year for the purpose of improving the performance of 
the superintendent. Results also showed that both 
superintendents and board presidents have similar opinions 
regarding the most important criteria used to evaluate the 
superintendent. 
The findings and recommendations from this study 
emphasize the importance of establishing a sound evaluation 
process to the successful relationship between the 
superintendent and the board of education. 
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Because of the demand for accountability by the public 
and the pressures for improved administrative performance by 
boards of education, superintendent evaluations are receiving 
more and more attention. Most superintendents undergo at 
least an informal evaluation by the school board, 
administrative staff, teachers, parents, students, and other 
members of the community, but fewer may actually go through a 
formal evaluation process. 
Duties and responsibilities of the superintendent 
will vary from district to district. However, the 1990 
Illinois School Code spells out certain minimal 
responsibilities of the superintendent in Section 10-21.4, as 
follows: 
In addition to the administrative duties, the 
superintendent shall make recommendations to the 
board concerning the budget, building plans, the 
location of sites, the selection of teachers and other 
employees, the selection of textbooks, instructional 
materials and courses of study. The superintendent 
shall keep or cause to be kept the records and accounts 
as directed and required by the board, aid in making 
reports required by the board, and perform such other 
duties as the board may delegate. (p. 93) 
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While this statute sets forth the minimal 
responsibilities of the superintendent, it does not convey 
authority. Authority is conveyed by the school board. The 
school board, then, has the responsibility of adopting and 
enforcing all necessary rules for the management and 
government of the district. This includes assessment of the 
performance of the superintendent. 
Braddom (1986) points out that evaluating the 
superintendent's job performance is one of the most 
important, but least understood functions of the school 
board. This study investigated the superintendent evaluation 
process from the perception of both the superintendent and 
the school board president. A sound evaluation process is 
essential for both the superintendent and the board of 
education. 
Statement of the Problem 
One of the most important duties of the school board 
should be to evaluate the superintendent. Regular evaluation 
is crucial if a superintendent is to continue functioning 
effectively in the position. Unfortunately, it has been this 
writer's experience that school board members receive very 
little training in personnel evaluation. 
A good evaluation system requires the board to give 
sincere and thoughtful deliberation to the design of the 
evaluation plan. Calzi and Heller (1989) point out the 
following: 
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In theory, a superintendent's evaluation isn't 
complicated: The school board develops the criteria 
with which to judge its chief executive, selects a 
method of measuring or rating the school chief's 
effectiveness, and then discusses the results with 
the superintendent. When the evaluation is properly 
conducted, both the superintendent and board become 
knowledgeable about the evaluation process. (p. 33) 
The purpose of this study was to determine how many 
school boards in selected counties in Southern Illinois had 
an evaluation procedure for the formal evaluation of the 
superintendent of schools. The study was designed to report 
on the process, criteria, methods, and instruments used by 
school boards in these selected areas. This information was 
recorded from the perception of the superintendent and the 
school board president. 
Assumptions 
For the purpose of this study, the following assumptions 
were made: 
1. The respondents were familiar with the 
superintendent evaluation procedure used in their districts. 
2. All respondents based their answers on their own 
experiences and not on current trends. 
Limitations 
The study was restricted by the following limitations: 
1. The data for the study was obtained from a sample of 
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public school superintendents and school board presidents in 
Southern Illinois. Therefore, caution must be exercised when 
generalizing the findings of this study to other public 
schools in different locations. 
2. The survey was submitted during March of 1993. 
Therefore, the findings may not be applicable to other time 
periods. 
3. The respondents formed a select group who wanted to 
give their opinion on superintendent evaluations. Reasons 
why other individuals surveyed failed to respond was 
impossible to determine. 
Operational Definitions 
For the purpose of this study, the following terms are 
defined: 
Formal Evaluation - The process of making a judgment 
about the value or worth of an employee with respect to 
particular characteristics. 
Goals and Objectives The end point or aim of what is 
hoped to accomplish. 
Instrument - The document which is used for evaluation. 
Criteria - The test by which a judgment can be formed. 
Chapter II 
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Rationale, Related Literature and Research 
Rationale 
One of the most important duties of the school board is 
to evaluate the superintendent's job performance. Boards of 
education should have some procedure for determining if their 
superintendent is doing a good job. Often this procedure 
involves some type of annual evaluation. 
Appraisal of the superintendent's performance should 
help ensure good education through effective governance and 
management of the schools. School boards should decide what 
it is they want to appraise and how they will appraise it. 
Perhaps the greatest and most common appraisal error is 
avoidance; boards are uncomfortable with the process, so they 
avoid doing it at all. However, regular detailed evaluation 
and the feedback it entails is crucial if a superintendent is 
to continue functioning well in the job. 
Review of Literature and Research 
Braddom (1986) voices her opinion that superintendent 
evaluations should be fair, fast, factual, and frequent. She 
believes the evaluation process will help the superintendent 
do a better job. She also feels the evaluation will assist 
the board in decision making and will provide documentation 
for the board's decision about the superintendent's contract. 
The relationship between the board of education and 
superintendent can be improved by setting up a clear, logical 
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evaluation system in which the board identifies what it 
expects of the superintendent and then monitors his or her 
progress in meeting those expectations. 
Bippus (1985) suggests a four-step approach to improving 
the working relationship between the board and the 
superintendent: 
1. Set clear goals - and board expectations of - your 
superintendent. 
2. Follow up on your board's goals for the 
superintendent. 
3. Interview other administrators in your system to 
find out how they think the superintendent is doing 
and to seek their suggestions for improvement. 
4. Evaluate the information, draw conclusions, and 
present them to the superintendent. (p. 42-43) 
Luehe (1989) believes that the evaluation instrument 
should emphasize setting and attaining objectives. This puts 
the focus of the evaluation on job performance instead of on 
personality. 
Abrams (1987) insisted on regular evaluation as a 
condition of her employment. She worked with board members 
to develop assessment instruments based on the use of 
management objectives and compliance with her job 
description. This was more objective and gave her a 
blueprint for improvement. 
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The superintendent must be a good leader if he or she 
wants to maintain a good performance rating from the board of 
education. Ornstein (1990) indicates that the board 
evaluates the superintendent's productivity, generally 
speaking, by gauging his or her performance. The 
expectations that the board has of the superintendent have a 
great deal to do with how effective the school is operated. 
Superintendents must work well with members of the staff, the 
public and the school board. They must provide services to 
kids and deliver the finished product which is student 
achievement. 
What will 21st-century superintendents be like? Hoyle 
(1989) states that "ideally, they will possess a variety of 
skills - human, technical, and conceptual" (p. 378). These 
new leaders will be excellent managers of resources, budgets, 
and strategic plans. 
Another must for superintendents is to develop or 
possess good people skills and good communication skills. 
Grady and Bryant (1991) point out that "poor people skills 
are the most common cause of tense time between 
superintendents and their boards" (p. 24). 
The board-superintendent relationship should not be left 
to chance. Both parties should strive to understand their 
respective rights and duties. The Illinois Association of 
School Boards in cooperation with the Illinois Association of 
School Administrators conducted a series of workshops during 
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the fall and winter of 1976. These workshops allowed board 
members and administrators to express their concerns with the 
mounting pressures placed upon the board-superintendent 
relationship. Out of these workshops grew a handbook and 
workbook to help the board and superintendent tailor a 
performance appraisal system to suit their own needs. Even 
today these ideas can help guide the board and superintendent 
through the planning and decision making that must precede 
successful performance appraisal. 
In reporting on these workshops Booth and Glaub (1978) 
point out seven benefits of a planned appraisal: 
1. Appraisal encourages improved performance. 
2. Appraisal enables the board to make informed 
decisions about contract renewal (or non-renewal) 
and compensation. 
3. Appraisal generates understanding between the board 
and superintendent. 
4. Appraisal enables the board and superintendent to 
deal with differences at a time other than during a 
crisis. 
5. Appraisal offers a way to commend work well done 
with genuine sincerity. 
6. Appraisal provides a powerful defense against the 
superintendent's critics because it records evidence 
of performance and improvement. 
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7. Appraisal of the superintendent forces the board to 
examine its own performance. (p. 13) 
School districts have different needs. Therefore, no 
single evaluation system is appropriate for all school 
districts. Booth and Glaub (1978) mention three key matters 
which the school board and the superintendent must reach 
agreement upon in developing an evaluation system: 
1. They must agree on the nature of the board-
superintendent relationship and the reasonable 
expectations of one for the other. 
2. They must clearly state the purpose of evaluation. 
What do the board and the superintendent expect 
evaluation to accomplish? 
3. They must decide what and how to evaluate. Will 
evaluation be based on characteristics which are 
personal (e.g., attitude) or professional (delegates 
authority)? Will it be based on individual 
performance (keeps the board informed) or school 
district performance (balanced budget)? (p. 27) 
There seem to be many advantages and benefits from a 
planned appraisal of the superintendent. It is this writer's 
opinion that the school board should identify the 
administrative needs of its own particular district. The 
superintendent and the board of education should set 
measurable goals and objectives for the superintendent in 
that particular district. A formal evaluation instrument 
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which is linked to these goals and objectives should be 
developed. Then the evaluation of the superintendent will be 
meaningful and may assist the superintendent in improving his 
or her performance. 
In conclusion, research seems to indicate that the 
superintendent evaluation is a responsibility of the board of 
education and an important process for the superintendent. A 
well developed evaluation process can benefit both the 
superintendent and the board of education. The process can 
make the superintendent aware of strengths and weaknesses and 
improve the communication between the superintendent and the 
board of education. In the end, this should improve the 
educational system which both represent. 
Superintendent Evaluations 
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Chapter III 
Design of the Study 
Research Questions 
The survey questions were designed to determine the 
perception of the formal evaluation process of the 
superintendent from the point of view of both superintendents 
and school board presidents. 
The study investigated answers to the following 
questions: 
1. How often is the superintendent evaluated? 
2. Who should evaluate the superintendent? 
3. Should the evaluation instrument be related to the 
superintendent's written goals and objectives? 
4. How should the evaluation be reported back to the 
superintendent? 
5. Should the purpose of the evaluation process be to 
improve the performance of the superintendent? 
6. Are you satisfied with the evaluation instrument 
used by your district? 
7. What are the most important criteria used to 
evaluate the superintendent? 
Sample and Population 
The researcher surveyed all of the public schools in a 
six county area in Southern Illinois. The counties selected 
were: Jefferson, Hamilton, Marion, Clinton, Washington, and 
st. Clair. There are 72 school districts in this 
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geographical area which was surveyed. This allowed for a 
large enough sample to make a fair assessment of the results. 
Questionnaires were mailed to superintendents and school 
board presidents in these districts. A follow up letter was 
mailed approximately two weeks after the initial mailing in 
an attempt to increase the number of responses. 
Fifty-four useable surveys were returned by 
superintendents. Five were returned either not completed or 
completed but not according to instructions. A 75% return 
rate for superintendents was achieved. 
Forty-one useable surveys were returned by board 
presidents. Two were returned not completed. Thus a 57% 
return rate for school board presidents was achieved. 
Data Collection and Instrumentation 
The questionnaires utilized were designed by the 
researcher and is included as Appendices A and B. The 
questionnaires were administered by mail during the early 
Spring of 1993. The surveys were designed to collect data by 
means of a two-part questionnaire. The first part of the 
questionnaires was designed to gather general information 
from the respondents concerning gender, experience at their 
present position, district enrollment, and the type of 
district. 
The second part of the questionnaire was designed to 
gather respondents' perceptions of the current evaluation 
instrument, who should evaluate the superintendent, and how 
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it should be reported back to him or her, and what were the 
most important criteria used to evaluate the superintendent. 
Data Analysis 
The returned questionnaires were tabulated by hand in 
terms of the subjects' response to each item. General 
information about the respondents as to their years of 
experience, size of school district, type of school district, 
and formal evaluation instrument used in their district is 
reported in Chapter IV. 
The results of the study were tabulated and reported as 
frequencies and percentages. The data was organized in 
frequencies and percentages. The data were organized in 
tables from information gathered from superintendents and 
board presidents and are presented in Chapter IV. This 
superintendents and school board presidents on the evaluation 
process of superintendents. 
Chapter IV 
Results 
General Information 
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Superintendents and school board presidents were asked 
to respond to questions concerning the formal evaluation 
process of superintendents. The first part of the 
questionnaires provided general information about the 
respondents and their school districts such as gender, 
experience, district enrollment, and type of district. As 
shown in Table 1, the majority of those responding were male. 
Most superintendents had less than five years experience and 
most school board presidents had less than ten years 
experience. Most of the school districts had less that 1000 
students and most were elementary districts. This is 
reflective of the districts in Southern Illinois as most are 
small elementary school districts. 
Formal Evaluation Procedure 
Through the questionnaire the researcher tried to 
determine if, in fact, the school districts actually had a 
formal procedure in place to evaluate the superintendents. 
Table 2 reports that 78% of the school districts responding 
had a formal evaluation procedure for evaluating the 
superintendent as reported by both superintendents and board 
presidents. 
Table 1 
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General Information Regarding Returned Questionnaires. 
Superintendent Board President 
(N) (%) (N) (%) 
Gender 
Male 52 96% 35 85% 
Female 2 4% 6 15% 
Experience (years) 
o- 5 25 46% 9 22% 
6-10 10 19% 21 51% 
11-15 10 19% 5 12% 
16-20 5 9% 4 10% 
over 20 4 7% 2 5% 
District Enrollment 
Under 250 17 31% 14 34% 
250- 499 17 31% 11 27% 
500- 999 13 24% 10 24% 
1000-1249 1 2% 1 2% 
1250-1499 1 2% 1 2% 
1500-1744 2 4% 1 2% 
1750-1999 0 0% 2 5% 
2000 & Above 3 6% 1 2% 
Type of District 
Unit 11 20% 5 12% 
Secondary 7 13% 4 10% 
Elementary 36 67% 32 78% 
Table 2 
Superintendent Evaluations 
21 
Does Your District Have a Formal Evaluation Procedure for 
Evaluating the Superintendent? 
Superintendent Board President 
(N) (%) (N) (%) 
Yes 42 78% 32 78% 
No 11 20% 9 22% 
Not Sure 1 2% 0 0% 
Frequency of Evaluation 
The questionnaire also surveyed the frequency of the 
evaluations of the superintendent. Table 3 reflects the fact 
that most superintendents are evaluated once each year. In 
some cases they are only evaluated once every two years. 
Only a small percentage of superintendents were not evaluated 
at all. 
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Table 3 
How Often Is the Superintendent Evaluated? 
Superintendent Board President 
(N) (%) (N) (%) 
Not At All 4 7% 1 2% 
Once Every Three Years 0 0% 0 0% 
Once Every Two Years 10 19% 5 12% 
Once Per Year 35 65% 34 83% 
Twice Per Year 2 4% 0 0% 
Other 3 6% 1 2% 
Evaluating the Superintendent 
Another question that the survey asked superintendents 
and board presidents to respond to was who should evaluate 
the superintendent. Both superintendents and board 
presidents overwhelmingly reported that they either agree or 
strongly agreed that the entire board should be involved in 
the evaluation of the superintendent There was a mixed 
response to having other administrators evaluate the 
superintendent. This is reflected in Table 4. Tables 4 
through 8 report the frequencies for answers in which the 
respondents were asked to respond to statements by marking 
one of the following: (SA) Strongly Agree, (A) Agree, (U) 
Undecided, (D) Disagree, or (SD) Strongly Disagree. 
Table 4 
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Who Should Evaluate the Superintendent? 
Superintendent (N)/(%) 
SA A u D SD 
The Entire Board (39) (12) (2) (0) (1) 
72% 22% 4% 0% 2% 
The Board President Only (1) (0) (1) (14) (37) 
2% 0% 2% 26% 69% 
Other Administrators (0) (13) (13) (15) (12) 
0% 25% 25% 28% 23% 
Teachers (1) (5) (4) (21) (23) 
2% 9% 7% 39% 43% 
Board President (N)/(%) 
SA A u D SD 
The Entire Board (37) (3) (0) (1) (0) 
90% 7% 0% 2% 0% 
The Board President Only (0) (0) (0) (6) (35) 
0% 0% 0% 15% 85% 
Other Administrators (1) (6) (7) (18) (9) 
2% 15% 17% 44% 22% 
Teachers (1) (5) (6) (15) (12) 
3% 13% 15% 38% 31% 
Goals and Objectives 
The number of superintendents that develop goals and 
objectives and the relationship of those goals and objectives 
to the evaluation instrument was another concern of this 
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researcher. Table 5 reflects that the majority of both 
superintendents and board presidents indicate that 
superintendents should develop and establish goals and 
objectives annually and that these goals and objectives 
should be related to the evaluation instrument. 
Table 5 
Goals and Objectives 
Superintendent (N)/(%) 
SA A u D SD 
Superintendent Should (23) ( 25) (3) (3) (0) 
Develop Goals and 43% 46% 6% 6% 0% 
Objectives on an 
Annual Basis 
Evaluation Instrument (23) (25) (2) (4) (0) 
Should be Related 43% 46% 4% 7% 0% 
to Goals and 
Objectives 
Board President (N)/(%) 
SA A u D SD 
Superintendent Should (17) (22) (1) (1) (0) 
Develop Goals and 41% 54% 2% 2% 0% 
Objectives on an 
Annual Basis 
Evaluation Instrument (12) (18) ( 4) (7) (0) 
Should be Related 29% 44% 10% 17% 0% 
to Goals and 
Objectives 
Reporting the Evaluation 
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Once the evaluation is complete, a decision must be made 
concerning how should the evaluation should be reported back 
to the superintendent. The results presented in Table 6 show 
that there are mixed reactions to the superintendent 
receiving a summarized report only and the superintendent 
receiving a copy of each board member's evaluation report. 
Table 6 also shows that both superintendents and school board 
presidents agree that the board president should summarize 
the results and give an oral report to the superintendent. 
Improving Performance 
The survey also assessed the feelings of superintendents 
and board presidents regarding the purpose of the evaluation 
process. As illustrated in Table 7, superintendents and 
board presidents overwhelmingly consider the purpose of the 
evaluation process is to improve the performance of the 
superintendent. 
Table 6 
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How Should the Evaluation be Reported Back to the 
Superintendent? 
Superintendent (N)/(%) 
SA A u D SD 
Board President Summarizes (14) ( 31) (7) (0) (2) 
Results And Gives 26% 57% 13% 0% 4% 
Oral Report 
Each Board Member Gives (4) (5) (7) (22) (16) 
Oral Report 7% 9% 13% 41% 30% 
Superintendent Receives (10) (9) (13) (17) (5) 
Summarized Written 19% 17% 24% 31% 9% 
Report Only 
Superintendent Receives (10) ( 10) (8) (17) (9) 
A Copy Of Each Board 19% 19% 15% 31% 17% 
Member's Evaluation 
Board President (N)/(%) 
SA A u D SD 
Board President Summarizes (12) ( 21) ( 1) (5) (2) 
Results And Gives 29% 51% 2% 12% 5% 
Oral Report 
Each Board Member Gives (2) (2) (7) (18) (12) 
Oral Report 5% 5% 17% 44% 29% 
Superintendent Receives (7) (6) (6) (18) (4) 
Summarized Written 17% 15% 15% 44% 10% 
Report Only 
Superintendent Receives (1) (7) (2) (16) (15) 
A Copy Of Each Board 2% 17% 5% 39% 37% 
Member's Evaluation 
Table 7 
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Should the Purpose of the Evaluation Process Be to Improve 
the Performance of the Superintendent? 
Superintendent (N)/(%) 
The Purpose of the 
Evaluation is to 
Improve Superintendent 
Performance 
SA A 
(32) (19) 
59% 35% 
u 
(3) 
6% 
D 
(0) 
0% 
SD 
(0) 
0% 
Board President (N)/(%) 
The Purpose of the 
Evaluation is to 
Improve Superintendent 
Performance 
SA A 
(26) (13) 
63% 32% 
Evaluation Instrument Satisfaction 
u 
(0) 
0% 
The questionnaire attempted to determine the 
D 
(2) 
5% 
SD 
(0) 
0% 
satisfaction of superintendents and board presidents with 
their current evaluation instrument. The figures displayed 
in Table 8 show that a slightly greater percentage of board 
presidents than superintendents either agree or strongly 
agree that they are satisfied with their current evaluation 
instrument. There were those responding from both groups; 
however, that indicated that they were not satisfied with 
their current instrument. 
Table 8 
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Are You Satisfied With the Evaluation Instrument Used by Your 
District? 
Superintendent (N)/(%) 
I Am Satisfied With The 
Current Instrument 
Used In My District 
SA A 
(13) (24) 
24% 44% 
u 
(9) 
17% 
D 
(4) 
7% 
SD 
(4) 
7% 
Board President (N)/(%) 
I Am Satisfied With The 
Current Instrument 
Used In My District 
Evaluation Criteria 
SA A 
(13) (19) 
32% 46% 
u 
(3) 
7% 
D 
(5) 
12% 
SD 
(1) 
2% 
Perhaps one of the more interesting responses requested 
in the survey was to have both superintendents and board 
presidents rank from a list of important criteria the most 
important criterion to the least important criterion that 
should be used to evaluate the superintendent. The one 
marked most important received a value of 15, the next most 
important received a value of 14, and so on until the one 
that was ranked least important received a value of 1. The 
results were tabulated by adding the total values received 
for each criteria and reported in Table 9. These results 
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illustrated in Table 9 seem to indicate a very similar 
ranking by both superintendents and board presidents. 
Although in slightly different order the top six criteria 
ranked by both superintendents and board presidents were: 
Board-Superintendent Relations, Communication Skills, 
Financial Management, Leadership, Superintendent-staff 
Relations, and Decision Making Skills. 
Table 9 
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What is the Most Important Criteria Used to Evaluate the 
Superintendent? 
Superintendent 
(Accumulated Value) 
Board-Supt. Relations (636) 
Communication Skills (632) 
Financial Management (632) 
Leadership (621) 
Supt.-Staff Relations (583) 
Decision Making Skills (557) 
Student Achievement (415) 
Completion of Goals & 
Objectives (395) 
Supt.-Parent Relations (392) 
Community Relations (392) 
Program Evaluation (351) 
Plant Management (278) 
Knowledge of Current Trends 
in Education (273) 
Negotiating Skills (244) 
Professional Organization 
Involvement (85) 
Board President 
(Accumulated Value) 
Financial Management (464) 
Leadership (436) 
Communication Skills (428) 
Supt.-staff Relations (405) 
Board-Supt. Relations (387) 
Decision Making Skills (384) 
Completion of Goals & 
Objectives (376) 
Student Achievement (357) 
Supt.-Parent Relations (329) 
Knowledge of Current Trends 
in Education (318) 
Community Relations (276) 
Program Evaluation (266) 
Plant Management (211) 
Negotiating Skills (199) 
Professional Organization 
Involvement (85) 
Chapter V 
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Summary, Findings, and Recommendations 
Summary 
This study focused on the perceptions of superintendents 
and school board presidents toward the formal evaluation 
process of the superintendent. This was accomplished by 
administering a survey to 72 superintendents and board 
presidents in the counties of Jefferson, Hamilton, Marion, 
Clinton, Washington, and St. Clair in Southern Illinois. 
Analysis of the survey results provided information about the 
superintendent evaluation process such as: frequency of 
evaluation, who should evaluate, if the evaluation should be 
related to goals and objectives, how should the evaluation be 
reported back to the superintendent, purpose of the 
evaluation, satisfaction with the evaluation instrument, and 
the most important criteria used to evaluate the 
superintendent. 
Findings 
Results of the survey indicated that 78% of the board 
president and superintendent respondents reported that they 
actually had a formal evaluation procedure for evaluating the 
superintendent. From the data collected one could assume 
that the other 22% either evaluate the superintendent 
informally or not at all. 
The majority of superintendents and board presidents 
were satisfied with their current evaluation instrument. 
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Most of those responding indicated that the superintendent 
was evaluated once each year. 
A large percentage of both superintendents and board 
presidents agree that the evaluation of the superintendent 
should be done by the entire board of education. Eighty-
three percent of superintendents and eighty percent of board 
presidents agreed that the board president should summarize 
the results and give an oral report to the superintendent. 
Thirty-six percent of superintendents and thirty-two 
percent of board presidents thought that the superintendent 
should receive a summarized written report only. It is 
significant to note that 38% of superintendents compared to 
19% of board presidents agreed that the superintendent should 
receive a copy of each board member's evaluation. This seems 
to indicate that board members may be somewhat protective of 
their individual comments toward the superintendent. 
Ranking the criteria listed in the survey was difficult 
because all of the criteria are important. The difficulty of 
ranking was even indicated in the margin by some of the 
respondents returning the questionnaires. However, an 
interesting result of the survey was the similarities of the 
two lists when the results were tabulated for both 
superintendents and school board presidents. The ranking of 
the most important to the least important criteria to be used 
to evaluate the superintendent was almost identical. 
Recommendations 
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The purpose of this study was to give superintendents, 
prospective superintendents, school board members, university 
professors, and other interested parties some facts to 
consider regarding the process of evaluating superintendents. 
According to the survey, 22% of those reporting had no 
formal evaluation of the superintendent. Superintendents in 
school districts without formal evaluation procedures should 
assist boards of education in implementing such procedures. 
As mentioned in the related literature this could be a 
benefit to both the superintendent and the board of 
education. The superintendent would know·where he or she 
stands with the board, and the board can express to the 
superintendent its areas of concern. 
The survey reported that the majority of those 
responding were satisfied with their current evaluation 
instrument. Superintendents should not take the evaluation 
process lightly. Superintendents should discuss the 
evaluation process with their boards in order to develop an 
instrument that is fair and beneficial to both parties. 
Superintendents and board members should keep in mind some of 
the majority opinions illustrated in the results of the 
survey such as superintendents should be evaluated once each 
year and the entire board should be involved in the 
evaluation process. 
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Another overwhelming opinion that was expressed in the 
results of the survey was that both superintendents and board 
presidents feel that superintendents should develop and 
establish goals and objectives on an annual basis and that 
the evaluation instrument should be related to these goals 
and objectives. All superintendents should establish goals 
and objectives on an annual basis with the assistance of the 
board of education. The successful completion of these goals 
and objectives should be at least a part of the evaluation of 
the superintendent. This should help the superintendent 
improve his or her performance which, as indicated in the 
survey results, should be the purpose of the evaluation 
process. 
Finally, board of education members who are interviewing 
prospective superintendents, university professors who are 
training prospective superintendents, and superintendents who 
are currently serving in school districts should take note of 
the criteria deemed most important by those responding to the 
survey. For example, the top six criteria as reported by 
both superintendents and board presidents (Board-
Superintendent Relations, Communication Skills, Financial 
Management, Leadership, Superintendent-staff Relations, and 
Decision Making Skills) should be examined when board members 
are interviewing for a new superintendent. They should also 
be a major part of the university curriculum to prepare 
prospective superintendents. Both prospective and current 
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superintendents should read current literature related to 
these areas and should work to improve their skills in these 
areas. Knowledge and successful performance in these areas 
considered most important by most board presidents will help 
insure a successful career as a superintendent. 
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Superintendent Questionnaire 
Dear Superintendent: 
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Bob O'Dell 
3128 Jamison 
Mt. Vernon, IL 62864 
The following questionnaire relates to my field study 
for the Specialists degree at Eastern Illinois University. 
It is designed to investigate the perceptions of 
superintendents concerning the formal evaluation of the 
superintendent by the board of education. 
The questionnaire will take approximately ten minutes of 
your time to respond. Please return the instrument in the 
enclosed envelope. The completion of this questionnaire is 
vital to the success of the study. Your responses will be 
kept anonymous as information will be reported by category of 
respondent rather than by name or place. Thank you for your 
cooperation. 
Sincerely, 
Bob O'Dell, Researcher 
************************************************************ (Complete only if you want a copy of the findings) 
Street 
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Part I: General Information 
Directions: Please mark (X) the appropriate item. 
1. Gender 
a. Male b. Female 
2. Experience as Superintendent in Current School District. 
a. o- 5 years d. 16-20 
b. 6-10 e. over 20 
c. 11-15 
3. District Enrollment 
a. under 250 e. 1250-1499 
b. 250- 499 f. 1500-1744 
c. 500- 999 g. 1750-1999 
d. 1000-1249 h. 2000 & above 
4. Type of District 
a. Unit b. Secondary c. Elementary 
Part II: Perceptions Concerning the Superintendents' 
Formal Evaluation Process 
The purpose of the study in Part II of the 
questionnaire is to determine your perception of the formal 
evaluation process of the superintendent. Please mark or 
fill in the appropriate answer below. 
1. Does your district have a formal evaluation procedure for 
the superintendent? 
a. __ yes b. no c. not sure 
2. How often is the superintendent evaluated? 
a. Not at all d. Once per year 
b. Once every three years e. Twice per year 
c. Once every two years f. Other. 
-----
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Rating Scale: 1 = strongly Agree {SA) 
2 = Agree {A) 
3 = Undecided (U) 
4 = Disagree (D) 
5 = Strongly Disagree {SD) 
SA A u D SD 
3. The entire board should be 1 2 3 4 5 
responsible for the evaluation 
of the superintendent. 
4. The board president only should 1 2 3 4 5 
be responsible for the 
evaluation of the superintendent 
5. Other administrators should be 1 2 3 4 5 
responsible for the evaluation 
of the superintendent. 
6. Teachers should be responsible 1 2 3 4 5 
for the evaluation of the 
superintendent. 
7. The superintendent should develop 1 2 3 4 5 
and establish goals and objectives 
on an annual basis. 
8. The evaluation instrument should 1 2 3 4 5 
be related to the superintendent's 
goals and objectives. 
9. The board president should 1 2 3 4 5 
summarize the results of all of 
the board members and give an 
oral report to the superintendent. 
10. Each of the board members should 1 2 3 4 5 
give an oral report to the 
superintendent. 
11. The superintendent should receive 1 2 3 4 5 
a summarized written report only. 
12. The superintendent should receive 1 2 3 4 5 
a copy of each board members 
evaluation report. 
13. The purpose of the evaluation 1 2 3 4 5 
process is to improve the 
performance of the superintendent. 
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14. I am satisfied with the current 
instrument used in my district. 
1 2 3 4 
15. Please rank these superintendent skills from the most 
important to the least important in the superintendent 
evaluation process. (Most important = 15 •.• Least 
important = 1) 
a. Communication skills 
b. Board-Superintendent relations 
c. Completion of goals and objectives 
d. Financial management 
e. Superintendent-Staff relations 
f. Plant management 
g. Student achievement 
h. Professional organization involvement 
i. Superintendent-Parent relations 
j.~~ Community relations 
k. Decision making skills 
1. Negotiating skills 
m. Knowledge of current trends in education 
n. Leadership 
o. Program evaluation 
5 
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Board President Questionnaire 
Dear Board President: 
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Bob O'Dell 
3128 Jamison 
Mt. Vernon, IL 62864 
The following questionnaire relates to my field study 
for the Specialists degree at Eastern Illinois University. 
It is designed to investigate the perceptions of school board 
presidents concerning the formal evaluation of the 
superintendent by the board of education. 
The questionnaire will take approximately ten minutes of 
your time to respond. Please return the instrument in the 
enclosed envelope. The completion of this questionnaire is 
vital to the success of the study. Your responses will be 
kept anonymous as information will be reported by category of 
respondent rather than by name or place. Thank you for your 
cooperation. 
Sincerely, 
Bob O'Dell, Researcher 
************************************************************ (Complete only if you want a copy of the findings) 
Street 
Part I: General Information 
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Directions: Please mark (X) the appropriate item. 
1. Gender 
a. Male b. Female 
2. Experience as Board Member in Current School District. 
a. 0- 5 years d. 16-20 
b. 6-10 e. over 20 
c. 11-15 
3. District Enrollment 
a. under 250 e. 1250-1499 
b. 250- 499 f. 1500-1744 
c. 500- 999 g. 1750-1999 
d. 1000-1249 h. 2000 & above 
4. Type of District 
a. Unit b. Secondary c. Elementary 
Part II: Perceptions Concerning the Superintendents' 
Formal Evaluation Process 
The purpose of the study in Part II of the 
questionnaire is to determine your perception of the formal 
evaluation process of the superintendent. Please mark or 
fill in the appropriate answer below. 
1. Does your district have a formal evaluation procedure for 
the superintendent? 
a. __ yes b. no c. not sure 
2. How often is the superintendent evaluated? 
a. Not at all d. Once per year 
b. Once every three years e. Twice per year 
c. Once every two years f. Other. 
-----
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Rating Scale: 1 = Strongly Agree (SA) 
2 = Agree (A) 
3 = Undecided (U) 
4 = Disagree (D) 
5 = Strongly Disagree (SD) 
SA A u D SD 
3. The entire board should be 1 2 3 4 5 
responsible for the evaluation 
of the superintendent. 
4. The board president only should 1 2 3 4 5 
be responsible for the 
evaluation of the superintendent 
5. Other administrators should be 1 2 3 4 5 
responsible for the evaluation 
of the superintendent. 
6. Teachers should be responsible 1 2 3 4 5 
for the evaluation of the 
superintendent. 
7. The superintendent should develop 1 2 3 4 5 
and establish goals and objectives 
on an annual basis. 
8. The evaluation instrument should 1 2 3 4 5 
be related to the superintendent's 
goals and objectives. 
9. The board president should 1 2 3 4 5 
summarize the results of all of 
the board members and give an 
oral report to the superintendent. 
10. Each of the board members should 1 2 3 4 5 
give an oral report to the 
superintendent. 
11. The superintendent should receive 1 2 3 4 5 
a summarized written report only. 
12. The superintendent should receive 1 2 3 4 5 
a copy of each board members 
evaluation report. 
13. The purpose of the evaluation 1 2 3 4 5 
process is to improve the 
performance of the superintendent. 
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14. I am satisfied with the current 
instrument used in my district. 
1 2 3 4 
15. Please rank these superintendent skills from the most 
important to the least important in the superintendent 
evaluation process. (Most important = 15 ... Least 
important = 1) 
a. Communication skills 
b. Board-Superintendent relations 
c. Completion of goals and objectives 
d. Financial management 
e. Superintendent-Staff relations 
f. Plant management 
g.~~ Student achievement 
h. Professional organization involvement 
i. Superintendent-Parent relations 
j.~~ Community relations 
k. Decision making skills 
1. Negotiating skills 
m. Knowledge of current trends in education 
n. Leadership 
o. Program evaluation 
5 
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Follow-Up Letters 
Dear Superintendent: 
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Bob O'Dell 
3128 Jamison 
Mt. Vernon, .IL 62864 
A short time ago, you received a copy of a questionnaire 
related to the perceptions of school superintendents 
concerning the formal evaluation of the superintendent. If 
you have completed and returned the survey, I want to thank 
you for your cooperation. If you have not found time to 
complete the survey, I hope you can do so soon. 
Please return the survey in the self-addressed, stamped 
envelope as soon as possible. 
I really appreciate you taking the time to complete this 
survey. Again, I thank you for your cooperation. 
Sincerely, 
Bob O'Dell, Researcher 
Dear Board President: 
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Bob O'Dell 
3128 Jamison 
Mt. Vernon, IL 62864 
A short time ago, you received a copy of a questionnaire 
related to the perceptions of school board presidents 
concerning the formal evaluation of the superintendent. If 
you have completed and returned the survey, I want to thank 
you for your cooperation. If you have not found time to 
complete the survey, I hope you can do so soon. 
Please return the survey in the self-addressed, stamped 
envelope as soon as possible. 
I really appreciate you taking the time to complete this 
survey. Again, I thank you for your cooperation. 
Sincerely, 
Bob O'Dell, Researcher 
